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Abstract 
The study of motivation and satisfaction in the workplace has become a subject of intense interest 
amongst numerous fields of studies. However, especially nowadays, as business and organizations 
experiencing the effects of the worst economic recession in decades, the understanding of the 
importance of these concepts is essential for its continued survival. The purpose of this paper is a) to 
study the role of motivation and satisfaction in the workplace, according to the recent literature, 
especially during recession b) to identify the most important factors of motivation - satisfaction that 
could lead the employees of Local Authority, to a more efficient behavior, under the conditions of the 
current economic crisis and c) to find out if these factors are differentiated in relation to their socio-
demographic and job related features. The survey took place in April 2014. During this time Greece 
was experiencing an economic recession. The study was conducted through a structured questionnaire. 
The sample consisted of (85) employees of Local Authority. The survey revealed that the most 
important motivating factors for Local Authority (Regional Unity of Grevena) employees, were 
interesting work, equal and fair treatment, good working relationships with supervisors and colleagues, 
objective assessment and good salary.  
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1. Introduction  
In today's business environment of globalization and intense competition, companies and organizations 
have to face among others the challenges of the “Great Recession”, the worst global financial crisis in 
decades. Greece, in particular, have severely impacted experiencing in additional the impact of the 
worst debt crisis. The Memorandum austerity measures imposed in Greece since May of 2010 (that 
Greece resorted to the International Monetary Fund) until today had a serious negative impact on labor 
issues. Specifically, in April of 2014, in the investigation period, the unemployment climbed up to 
27.1%. Thousands of people lost their jobs in both the public and private sectors, while at the same 
time major salary reductions occurred.  
© 2015 The Authors. Published by Elsevier B.V. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/4.0/).
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The reduction of government revenue, the increasing pressure on government to bring down the 
national debt, and generally the low profitability of private enterprises are factors pushing and forcing 
managers of modern enterprises and organizations to do more with less (Austin Sprears, 2013). In order 
to do this, nowadays, both private and public organizations need to maximize the utilization of their 
employees’ skills. It is obviously that, "a motivated employee is a valuable asset which delivers 
immense value to the organization" (Rajhans,2012). Generally, it was felt that the primary motivate 
factor which could make employees to remain effective and feel satisfaction in their work was the 
money. However, pioneer studies conducted by Elton Mayo from 1924 to 1932 found that employees 
are not motivated solely by money and employee behavior is linked to their attitudes (Dickson,1973). 
Motivation is a multidimensional framework, because people are usually motivated by a combination 
of different factors (Cinar et al., 2011). Of all the functions a manager performs, motivating employees 
is arguably the most complex. This is due, in part, to the fact that what motivates employees changes 
constantly (Bowen & Radhakrishna, 1991). 
The aim of this work is twofold: first to review the existing theories and literature about motivation and 
satisfaction of employees especially during recession, while studies examining the question under 
investigation are also reviewed and second to investigate motivation and satisfaction using data of 85 
employees in a Greek local authority (Local authority of Grevena-Greece).  
2. Theories and literature review on motivation and job satisfaction 
Motivation is one of the major issues in behavioral sciences and based on the crucial position and 
important role of human resources in achieving organizational objectives (Barzoki et al.,2008). Highly 
motivated employees appear to develop positive work-related attitudes and behaviors such as: they 
exhibit higher levels of organizational commitment (Crewson 1997; Pandey, Wright, and Moynihan 
2008), they believe that their jobs are important, and this belief leads them to work harder (Wright 
2003), they tend to develop higher job performance (Naff and Crum 1999; Frank and Lewis 2004; 
Leisink and Steijn, 2009), and organizational performance (Ritz, 2009), they are less likely to leave 
their jobs and enjoy higher job satisfaction (Naff and Crum, 1999). Additionally, the drive to 
understand and explain job satisfaction has been motivated by utilitarian reasons as well as 
humanitarian interests. Satisfied incumbents tend to engage in altruistic behaviors that exceed the 
formal requirements, such as organizational citizenship behaviors (Smith, Organ, and Near 1983). On 
the contrary, dissatisfied employees have a high propensity to engage in counterproductive behaviors 
(Liu and Tang, 2011). 
The terms of motivation and job satisfaction have been extensively defined by academics and 
managers. Specifically, Buford et al., (1995) have defined motivation as a predisposition to behave in a 
purposive manner to achieve specific, unmet needs. According to Luthans (1998), motivation can be 
defined as the process that arouses, energizes, directs, and sustains behavior and performance. On the 
other hand, Linder (1998) argues that motivation can be defined as “the inner force that drives 
individuals to accomplish personal and organizational goals”. Job satisfaction is an individual's 
emotional response to his or her current job condition, while motivation is the driving force to pursue 
and satisfy one's needs (Wang Xie & Lee Haidung, 2013). According to Locke (1976) job satisfaction 
is defined as "a pleasurable or positive emotional state resulting from the appraisal of one's job or job 
experiences". However,  Koustelios and Kousteliou (2001) defined job satisfaction as the positive and 
negative attitudes that an individual has for their work.  In the main, in the fields of human resource 
management and  organizational behaviour, motivation is often described as being “intrinsic” or 
“extrinsic” in nature (Sansone and Harackiewicz, 2000). Extrinsic motivation occurs “…when 
employees are able to satisfy their needs indirectly, most importantly through monetary compensation” 
(Osterloh et al., 2002). In contrast, intrinsic motivation is apparent when individuals’ behavior is 
oriented towards the satisfaction of innate psychological needs rather than to obtain material rewards 
(Ryan and Deci, 2000).  Finally, the connection between motivation and job satisfaction have been  
confirmed by a series of studies (Perry and Wise 1990, Crewson 1997, Brewer and Selden 1998, Naff 
and Crum 1999, Bright 2008, Taylor 2008, Wright and Pandey 2008, Liu, Tang and Zhu 2008,Liu 
2009, Belias et al. 2014 a). 
A review in international literature, demonstrates that many contemporary scholars have tried to give 
answers to which are the main motives for a satisfied employee. Houston (2000) used data of 101 
public sector employees and 1,356 private-sector employees in USA. Research results indicated that 
meaningful work was the most valued job characteristic for both public and private sector employees. 
Whereas, the second important job characteristic was income for the private sector and chances for 
promotion for public employees. Furthermore, public sector employees give emphasis on job security, 
with high income coming in fourth place. ‘Thus there appears to be a difference between public and 
private employees in terms of characteristics of the job that motivate them, although they agree which 
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reward motivator is most highly valued’’. Moynihan & Pandey (2007), based on responses from a US 
survey of state government health and human service managers, found out that public service 
motivation is strongly and positively related to level of education and membership in professional 
organizations. The results also underline the significant influence of organizational institutions, 
indicating that red tape and length of organizational membership are negatively related to public 
service motivation, whereas hierarchical authority and reform efforts have a positive relationship. In a 
survey of about 3,400 public officers of government ministries in Malta, Camilleri (2007) found that, 
the employee perceptions of the organization, the employee-leader relations and the job characteristics 
antecedents are the most dominant predictors of the Public Service Motivation dimensions. 
Additionally, Milne (2007) finds that reward and recognition programs can positively affect 
motivation, performance and interest within an organization, while Grant (2008) suggest that 
connecting public service employees to the prosocial impact of their work can enhance their 
motivation.  Amabile & Kramer (2010) in their survey, discovered that the most motivating factor for 
employees is progress. The empirical results indicated that “making progress in one’s work – even 
incremental progress – is more frequently associated with positive emotions and high motivation than 
any other workday event”.   Ghimire’s et al. (2010) in order to find out the factors associated with the 
motivation of health workforce, conducted a survey, in health institutions in Nepal, on 335 workers, 
showed that the five most important motivating factors for them are: first (56.4%) working 
environment, second (54.6%) financial reward, third (48.1%) praise and acknowledgement, fourth 
(43.0%) opportunity for career development and fifth (27.8%) job security. Taylor & Westover, (2011) 
tried to examine the effects of a selection of antecedents that are commonly related to job satisfaction 
in the public service. This research found that highly motivated workers, experienced higher levels of 
intrinsic workplace attributes, especially an interesting and autonomous job, and extrinsic workplace 
attributes, such as higher pay, more promotion prospects and better job security, experienced better 
work relations with their managers and co-workers, and in general were more satisfied with their jobs 
compared with counterparts with lower levels of PSM, fewer intrinsic and extrinsic workplace 
attributes and poor work relations with their managers and co-workers. Barzoki et al.(2012) concluded 
that among hygiene factors, “salary and wages, job security and supervisory practices, and relationship 
with the authorities” have been the three major factors affecting motivation of staff, with salary to play 
the most important role. On the other hand "relations with peers, work conditions and personal life" 
seem to have the least impact on staff’s motivation. Additionally, marital status, educational level, 
organizational position and the workplace have been effective on their perception of hygiene factors 
that motivate them.  Achim et al.(2013) in order to investigate the importance of employee motivation 
to increase organizational performance, in early 2013, took into analysis a distribution company cooked 
product, with  over 150 employees. The study findings reveal that most of the employees (72%) 
consider that money is the best motivational reward. Promotion stimulates only 20% of them, and 8% 
are stimulated by moral rewards only if they are being accompanied by money. It concluded that best 
motivation is the financial gain, especially during the economical crisis Romania was going through. 
Money also seems to play significant role for employees in Pakistan, as the research conducted by 
Muhammad et al.(2015) on 93 employees of National Commission for Human Development (NCHD) 
revealed that lower compensations and unsupportive work environment is causing  dissatisfaction.   
O’Shea et al.(2014) based on data of over 200 employees from 45 organizations in Ireland (during this 
time Ireland was experiencing an economic recession), reported that skill variety was related to higher 
job satisfaction for those with a strong organizational mobility preference, and skill specialization was 
related to lower job satisfaction for those with a weak organizational mobility preference. Autonomy 
and skill specialization were positively related to career satisfaction for those who held a strong self-
directed career attitude. Drakopoulos & Grimani, (2015) using data from thirty three European 
countries and Turkey, revealed that pay cuts have negative effect on the psychological well-being and 
job satisfaction.  Ankudinov et al. (2015), using Russian data revealed that employment functions as 
well as financial incentives have the strongest influence over job satisfaction and satisfaction with 
professional advancement prospects, while respondents representing all professions reviewed are 
generally equally concerned with possible job loss. Furthermore, it revealed a distinct decline in job 
satisfaction level and in satisfaction with professional advancement opportunities in the crisis years of 
2009 and 2010. It is worth to mention that according to the studies based on International program of 
social monitoring data Russia is at the bottom of the list of European countries by the level of job 
satisfaction. Among the factors most negatively affecting job satisfaction of Russians, low wage rates 
are singled out (Temnitski & Bessokirnaya, 1999; Desai & Idson, 2000; Linz, 2003). Earlier studies 
have also demonstrated that job characteristics such as content of work process and working conditions 
are among the most powerful factors of job satisfaction (Monusova, 2008; Yang, 2009; Khalid et al., 
2011).            
When it comes to Greece, studies have also confirmed the complexity of motivation and job 
satisfaction phenomena and its interaction with many factors.  Dimitriadis et al. (2003) found that the 
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motivation techniques which are used by HR managers are differentiated according to the employees’ 
hierarchy level. Especially, according to the results, managers consider that the prospect of promotion 
after employees’ assessment (79.2%) is the best way to motivate the business executives and then 
responsibility (75%), job security (70.8%) and financial reward (58.3%). On the contrary, the most 
popular technique for workers motivation is the good salary (87.5%). Job security is second in ranking 
(66.7%) and follows the safe and pleasant working conditions (58.3%) and responsibility (54.2%). 
Manolopoulos (2008), in order to examine the issue of work motivation in the extended public sector in 
Greece, took into analysis three large state-owned corporations located in Greece, namely Public Power 
Corporation (PPC), Athens Water Supply and Sewerage Company (Eydap) and Hellenic Aerospace 
Industry (HAI).The final sample consisted of 454 employees and its data collection was held in the 
beginning of 2005. The research findings indicated that in the extended public sector of Greece public 
administrators attempt to motivate their employees and improve productivity by emphasizing on 
extrinsic rewards and more specifically by the provision of fair wages and increased job security. 
Additionally, according to findings both individuals’ ability and demographic characteristics are core 
determinants of employees’ motivational preferences. Whereas, Akrivos & Koutras (2009) research 
emphasizes the implication of leadership on employees motivation, satisfaction and performance. Their 
research conducted at Municipality of Athens in September of 2008 and its results revealed that the 
team building, the positive discipline, the commitment to vision, the change agent, the trust and justice 
are the factors that leaders must provide to their employees in order to inspire and motivate them in a 
bureaucratic (working) environment. Finally, in this way leadership will increase the effectiveness and 
public servants performance. A study among mental health professionals conducted by 
Grammatikopoulos et al. (2013), in order to found out the dominant factors that affect their motivation. 
This study indicated that  perceptions of meaningful work, respect and good interpersonal relations are 
the major concerns related to employees motivation. Finally, variations observed in results according to 
professional sector and educational level of employees. Stefanidis D. (2012) conducted a research in 
order to identify the incentives that motivate Air Force’s officers and ensure their job satisfaction and 
organizational commitment. The research findings show that four motivators are effective in officer’s 
satisfaction and commitment. These factors consist of supervisors’ managerial skills, job enrichment, 
role clarity, work conditions and merit- based promotion opportunities. A study among employees of 
Greek banks and credit institutions Belias et al. (2014a, b, c) conducted in order to evaluate the levels 
of their job satisfaction, role conflict and autonomy. According to the research results, the most 
satisfying factors were the organization as a whole, the promotion opportunities and work itself, while 
immediate superior, working conditions and salary were less satisfying. This finding confirms previous 
studies that have been conducted among bank employees in Greece, the majority of which shows that 
the levels of employees’ job satisfaction are rather high nowadays. Specifically, the results show that 
among intrinsic factors, the job content seems to be in the highest level and has the greatest affection 
on motivation and employees satisfaction. On the other hand, employees tend also to place high 
importance on the extrinsic incentive of money (good salary/wage/payment).  
From the mid of 20th century that Maslow first published the hierarchy of needs theory until today, a 
lot scientific writings and studies on motivation and employee satisfaction have emerged. But not many 
have investigated these occupational phenomena during recession or in times of economic crisis. Much 
more if we focus in Greece and particularly in the sector of Local Authority and the employees of 
Regional Units, easily one would found that the evidence provided on related issues after the onset of 
the recession and the Greek debt crisis is limited. The purpose of this paper is first to study these 
phenomena during the recession in Greece and then draw conclusions about the impact of this 
recession in public administration, and particularly in human resource management. Finally, we hope 
our research findings to provide insights upon the above-indentified gaps of the literature with the 
overall objective to assist to inform HRM practices that are most relevant for employees' satisfaction 
and motivation during recession. 
3. Empirical research, data, methodology and results 
For conducting this research, after extensive bibliographical investigation, a structured questionnaire 
was developed. It is divided into three parts and includes a total of thirty nine (39) questions. The first 
part refers to the socio-demographic characteristics, as well as labor data such as position in the 
hierarchy, years of service experience in the private sector. The second part consists of two subsections. 
The first aims to measure the general level of employee satisfaction and includes four questions. The 
second sub-section entitled "What motivates me" describes nineteen motivational factors could push 
employees into a more effective behavior. Eventually, the third part of the questionnaire includes 
questions related to individual motivation and the effects of the economic downturn in the areas of 
labor relations (Calligas: 2011). The set of questions in the questionnaire are closed type, the majority 
140   M. Chatzopoulou et al. /  Procedia Economics and Finance  24 ( 2015 )  136 – 145 
relies on a five-point Likert scale with the anchors 1 ="not at all", 2 = 'little', 3 = 'moderate', 4 = "very" 
and 5 = "absolute".  
We conducted this research at the Regional Unity of Grevena (Local Authority in West Macedonia – 
Greece). The survey took place in April 2014. During this time Greece was experiencing an economic 
recession. The study was conducted through a structured questionnaire. The sample consisted of (85) 
employees of Local Authority. The questionnaire was completed and answered by all 85 employees, of 
whom 43 are male and 42 are women. The age of respondents ranged from 25-55 or more years. Their 
position in the organization hierarchy varies by Officer, Head of the department to Director. The 
educational level of employees allocated to 4 categories: primary and high school, technological, 
university. Also variation observed in their marital status (single, married - number of children). 
 
Table 1. Mean scores of job satisfaction variables by gender and age (n=85) 
  
Job satisfaction 
Variables 
      
Male 
(N=43) 
 
Female 
(Ν=42) 
Age  
25-35 
(N= 9 ) 
Age 
35-45 
(N= 28) 
Age 
45-55 
(N= 28 ) 
Age 
55> 
(N= 20) 
1. Work Conditions  3,50 3,54 3,48 3,47 3,52 3,49 
2. Nature of Work 3,67 3,69 3,71 3,73 3,69 3,67 
3. Management style 3,27 3,26 3,31 3,33 3,25 3,27 
4. Earnings 2,52 2,56 2,56 2,57 2,54 2,53 
Average total  3,24 3,26 3,27 3,28 3,25 3,24 
 
Table 2  Mean scores of job satisfaction variables by educational level and hierarchy (N=85)   
 
 
Job satisfaction 
Variables 
Primary and 
High  school 
graduates 
(N=22) 
Technological 
graduates 
(N=18) 
University 
graduates 
(N=45) 
Officers 
(N=57 ) 
Heads 
(N=21) 
Direct
ors 
(N=7) 
1. Work Conditions  3,75 3,49 3,49 3,54 3,47 3,49 
2. Nature of Work 3,63 3,74  3,67 3,69 3,75 3,67 
3. Management style 3,32 3,34 3,27 3,26 3,33 3,27 
4. Earnings 2,51 2,60 2,53 2,56 2,62 2,53 
Average total 3,30 3,24 3,24 3,27 3,30 3,24 
 
According to Tables 1 and 2, for both men and women, the most satisfying factors are the nature of 
work and then work conditions, while earnings seems to be the less satisfying, irrespective of gender, 
age, educational level and hierarchy.  In terms of educational level of employees, our results prove that 
work conditions is first in ranking for primary and high school graduates, while in case of  
technological and university graduates, nature of work is first satisfying factor  in ranking.  We asked 
employees to evaluate the most motivating factors out of 21 factors that are drawn from the literature.  
 
Table  3. Motivating factor means for the entire sample (Ν=85) 
Motivating factors 
1  Equal and fair treatment. 4,47 
2 Good salary 4,46 
3 Interesting work 4,44 
4 Objective assessment 4,41 
5 Good working relationships with supervisors and colleagues 4,40 
6 Wages according  to productivity 4,34 
7 Provision of necessary means for duties performance  4,26 
8 Skill and knowledge development 4,21 
9 Security and stability of employment 4,20 
10 Clear duties 4,18 
11 Skill exploitation 4,18 
12 Safe & Healthy work environment 4,06 
13 Take initiatives 4,06 
14 Decision making  4,05 
15 Guidance and support from their supervisors 4,04 
16 Feedback performance 3,98 
17 Ethical  ή moral reward 3,95 
18 Opportunity for hierarchical advancement ή Promotion opportunities 3,75 
19 Flexible working time  3,54 
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20 Teamwork 3,44 
21 Opportunity to develop friendly and social relations 3,15 
 
Table 3 presents the mean scores. According to our results the four most motivating factors for the 
entire sample are: equal and fair treatment, good salary, interesting work and objective assessment. It is 
interesting to note that flexible working time, team work and opportunity to develop friendly and social 
relations do not seem to motivate the employees of the sample. However when we combine the 
responses of factors that are very and extremely motivating,  the scores are  a little bit changed, since 
interesting work is first in ranking, with equal and fair treatment second and good salary fifth in 
ranking. 
 
Figure 1.  Ten motivating factors with the highest scores 
 
We applied the test Kolmogorov Smirnov for normality test. It proves that the data is not a good fit 
with the normal distribution. Then we applied Kruskal Wallis test to investigate the possible correlation 
between the dependent satisfaction variables: work nature, work conditions, earning, and dependent 
motivation factors: promotion opportunities and security and stability of employment, with independent 
variables: age, gender, education level and hierarchy level. According to our results there is a 
correlation between education level and satisfaction of the work nature, and between hierarchy level 
and job earnings, while for all the other satisfaction variables we can not reject the null hypothesis. 
Also, there is correlation between the gender, level of education and hierarchy level and promotion 
opportunities and between job security and gender. 
Our results prove that even in case of economic recession interesting work and equal and fair treatment, 
objective assessment and satisfied salary are the motivating factors with the highest scores. The results 
are similar to other studies that examine satisfaction and motivation in case of Greek public sectors and 
local authorities. 
4. Conclusions 
In this paper we presented an overview of the theories and evidence on motivation and satisfaction in 
the workplace especially during economic crisis. We also conducted a survey using data of a local 
authority of Grevena Prefecture-Greece in order to identify the most important factors of motivation - 
satisfaction that could lead the employees of Local Authority, to a more efficient behavior, under the 
conditions of the current economic crisis and we tested if these factors are differentiated in relation to 
their socio-demographic and job related features. The survey took place in April 2014. During this time 
Greece was experiencing an economic recession. The study was conducted through a structured 
questionnaire. The sample consisted of (85) employees of Local Authority. The survey revealed that for 
both men and women, the most satisfying factors are the nature of work and then work conditions, 
while earnings seems to be the less satisfying, irrespective of gender, age, educational level and 
hierarchy.  In terms of educational level of employees, our results prove that work conditions is first in 
ranking for primary and high school graduates, while in case of  technological and university graduates, 
nature of work is first satisfying factor  in ranking. Our results also prove that even in case of economic 
70% 
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90% 
95% 
100% 
Ten motivating factors with the highest scores per percent  
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recession interesting work and equal and fair treatment, objective assessment and satisfied salary are 
the motivating factors with the highest scores. 
REFERENSES  
Achim, I.,Dragolea, L., Balan, G. 2013. The Importance of Employee Motivation to Increase 
Organizational Performance, Annales Universitatis Apulensis Series Oeconomica, 15(2) 685-691. 
Adams, J. S., 1965. Inequity in social exchange. In L. Berkowitz (ed.), Advances in experimental social 
psychology, New York: Academic Press.  
Akrivos, C., Koutras, G., 2009, Leadership Effectiveness. The case of Athens Municipality, 
Proceedings of the 2nd International Conference: Quantitative and Qualitative Methologies in the 
Economic and Administrative Sciences, T.E.I of Athens, Greece, 25-27 May 2009. 
Alderfer, C.P. ,1967. Convergent and Discriminant Validation of Satisfaction and Desire Measures by 
Interviews and Questionnaires,  Journal of Applied Psychology, Vol. 51, no6, pp. 509–20. 
Alderfer, C.P., 1969. An Empirical Test of a New Theory of Human Needs, Organizational Behavior 
and Human Performance, Vol. 4, pp. 142–75. 
Amabile, T. M. & Kramer, S. J., 2010. What Really Motivates Workers (#1 in Breakthrough Ideas 
for 2010)”, Harvard Business Review, Vol.88:1, 44-45. 
Ankudinov, A., Lebedev, O., Sachenkov,A. 2015. Empirical Analysis of Job Satisfaction Determinants 
in Russia, Asian Social Science, Vol. 11(4), Published by Canadian Center of Science and 
Education. 
Athens GSM – Nottingham Trent University, Research Group 2006- Employee Satisfaction 
http://agsm.gr/gr/content/show/&tid=314 
Austin Spears, 2013. A Guide to Employee Motivation for Public Human Resource Managers, Public 
in Review,66-71. 
Ayub, N., & Rafif, S., 2011. The relationship between work motivation and job satisfaction, Pakistan 
Business Review, July, 332-347. 
Barzoki,A.,S.,Attafar, A., Jannati, A.,R.,2012. An Analysis of factors affecting the employees 
Motivation based on Herzberg’s Hygiene Factors Theory (The Study Golpayegan City Saipa 
Corporation Industrial Complex’s Staff), Australian Journal of Basic and Applied Sciences, 6 
(8):115-123. 
Belias,D., Koustelios,A., Sdrolias,L., Koutiva,M., Zournatzi, E.,Varsanis,K., 2014a. Motivation and 
Job Satisfaction among Greek  Bank Employees, Prime,Vol 7,71-87. 
Belias, D., Koustelios, A., Koutiva, M., Sdrolias, L., Kakkos, N., & Varsanis, K., 2014b The Influence 
of Demographic Characteristics on the Job Satisfaction of Greek Bank Employees. Proceedings of 
Hellenic Open Business Administration (HOBA) 2014. Athens: 8th-9th March. 
Belias, D., Koustelios ,A., Sdrolias,L., Aspridis,  G., 2014c, “Job Satisfaction, Role Conflict and 
Autonomy of employees in the Greek Banking Organization”, Procedia - Social and Behavioral 
Sciences, International Conference on Strategic Innovative Marketing,September 1-4, 
2014,Madrid, Spain, 175 ( 2015 ) 324 – 333. 
Bowen, B.E., & Radhakrishna, R.B., 1991. “Job satisfaction of agricultural education faculty: A 
constant phenomena”, Journal of Agricultural Education,Vol.32 (2):16-22. 
Brewer, G. A. and S. C. Selden, 1998. ‘‘Whistle Blowers in the Federal Civil Service: New Evidence 
of the Public Service Ethic”, Journal of Public Administration Research and Theory, 8(3): 413–
439. 
Bright, Leonard, 2008. “Does Public Service Motivation Really Make a Difference on the Job 
Satisfaction and Turnover Intentions of Public Employees?”, American Review of Public 
Administration ,38(2), 149–66. 
Buford, J. A., Jr., Bedeian, A. G., & Lindner, J. R., 1995. Management in Extension, (3rd ed.) 
Columbus, Ohio: Ohio State University Extension. 
Camilleri, E., 2007. "Antecedents affecting public service motivation", Personnel Review, Vol. 
36,No.3, pp.356 – 377. 
Cinar ,O., Bektas , C., Aslan ,I. 2011. “A motivation study on the effectiveness of intrinsic and 
extrinsic factors”, Economics and Management, Vol.16:690-695. 
Cohen-Charash, Yochi, and Paul E. Spector, 2001. “The Role of Justice in Organizations: A Meta-
Analysis”, Organizational Behavior and Human Decision Processes ,86(2): 278–321. 
Crewson, P. E. 1997. ‘‘Public-Service Motivation: Building Empirical Evidence of Incidence and 
Effect”, Journal of Public Administration Research and Theory, 7(4): 499–518. 
Desai, P., & Idson, T., 2000. Work without wages: Russia's nonpayment crisis, Cambridge MA: MIT 
Press. 
143 M. Chatzopoulou et al. /  Procedia Economics and Finance  24 ( 2015 )  136 – 145 
Dickson, W. J.  1973. Hawthorne experiments. In C. Heyel (ed.), The encyclopedia of management, 
2nd ed. (pp.298-302). New York: Van Nostrand Reinhold. 
Dimitriadis, Ε., Chatzoglou, P., Theriou, Ν., Madytinos, D. 2003.      “Motivation in the Workplace as a 
Competitive Advantage. Empirical research in industrial units of Northern Greece”, 
http://abd.teikav.edu.gr/articles_th/motivation.pdf . 
Drakopoulos, S., Grimani, K., 2015. “The Effect of Pay Cuts on Psychological Well-Being and Job 
Satisfaction”, Munich Personal RePEc Archive, Paper No. 61195, posted 10. January 2015 08:10 
UTC, Online at http://mpra.ub.uni-muenchen.de/61195/. 
Elstat, 2014. Unemployment rate per month, http://www.statistics.gr/portal/page/portal/ESYE/PAGE-  
consumerworks?inputA=6). 
Frank, Sue A., and Gregory B. Lewis, 2004. Government Employees: Working Hard or Hardly 
Working?, American Review of Public Administration, 34(1):36–51. 
Gan Kaipeng,G. Jun,M., Xuefei,D., 2014. Research on the Impact of Public Service Motivation on Job 
Satisfaction: Taking the Chinese Civil Servants for Example,   International Integration for 
Regional Public Management (Published by Atlantis Press),275-281. 
Ghimire J, Gupta RP, Kumal AB, Mahato RK, Bhandari RM, Thapa N. 2013. Factors Associated with 
the Motivation and De-motivation of Health Workforce in Nepal. J Nepal Health Res Counc 
,Vol.11(24),112-8. 
Grammatikopoulos,  I.A, Koupidis, S.A.,Moralis, D.,Sadrazamis, A.,Athinaiou, D., Giouzepas, I. 2013. 
Job motivation factors and performance incentives as efficient management tools:A study among 
mental health professionals, Archives of Hellenic Medicine , 30(1):46–58 . 
Grant, A.M., 2008. Employees without a cause: The motivational effects of prosocial impact in public 
service, International Public Management Journal, Volume 11 (1): 48-66. 
Hackman ,J.R, & ,Oldham ,G.R, 1976. Motivation through the design of work: a test of theory, 
Organizational Behavior and Human  Performance, Vol.16:250-279. 
Herzberg, F., Mausner, B., & Snyderman, B. B., 1959. The motivation to work, New York: John Wiley 
& Sons. 
Houston, D., 2000. Public – Service Motivation: A Multivariate Test, Journal of Public Administration 
Research and Theory, J-Part 10(2000):4:713-727. 
Khalid, K., Salim, H., & Loke, S. P., 2011. “The key components of job satisfaction in Malaysia water 
utility industry”, Journal of Social Sciences, 7, 550-556. 
http://dx.doi.org/10.3844/jssp.2011.550.556 
Koustelios, A. & Kousteliou, I., 2001. Job satisfaction and job burnout in the education, Psychology, 
8(1), 30-39. 
Leisink, Peter, and Bram Steijn, 2009. Public Service Motivation and Job Performance of Public Sector 
Employees in the Netherlands, International Review of Administrative Sciences 75(1): 35–52. 
Lindner, J. R., 1998. Understanding Employee Motivation, Journal of Extension, Vol. 36(3). 
Linz, S., 2003. Job satisfaction among Russian workers, International Journal of Manpower, 24(6), 
626- 652.http://dx.doi.org/10.1108/01437720310496139. 
Liu BC, Tang NY, Zhu XM, 2008. Public Service Motivation and Job Satisfaction in China: An 
Investigation of Generalizability and Instrumentality, International Journal of Manpower 29(8): 
684–99. 
Liu BC, 2009. Evidence of Public Service Motivation of Social Workers in China,  International 
Review of Administrative Sciences 75(2): 349–66. 
Liu BC, Tang TLP, 2011. Does the Love of Money Moderate the Relationship between Public Service 
Motivation and Job Satisfaction? The Case of Chinese Professionals in the Public Sector, Public 
Administration Review, Wiley Online: http://raptor1.bizlab.mtsu.edu/S- 
Drive/TTANG/MGMT%203810%20HRM/PAR%202011%20Liu%20Tang%20PSM%20LOM%
20JS.pdf. 
Locke, E., 1968. Toward a theory of task motivation and incentives, Organizational Behavior & 
Human Performance, Vol .3(2), 157-189. 
Locke, E.A., 1976. The nature and causes of job satisfaction, in Dunnette, M.D. (Ed.), Handbook of 
Industrial and Organizational Psychology, Rand McNally, Chicago, IL. 
Luthans, F. , 1998.  Organizational Behavior, 8th ed., Irwin McGraw-Hill. 
Manolopoulos D. 2008. An evaluation of employee motivation in the extended public sector in Greece, 
Employee Relations, Vol.30, No 1, 63-85. 
Maslow, A., 1954.  Motivation and Personality, New York: McGraw-Hill. 
McClelland, D.C. 1961. The Achieving Society, New York: Van Nostrand Reinhold. 
McGregor, D., 1960.  The Human Side of Enterprise, New York: McGraw-Hill. 
Milne, P.. 2007. Motivation, incentives and organizational culture”, Journal of Knowledge 
Management, Vol. 11 No. 6, pp. 28-38. 
144   M. Chatzopoulou et al. /  Procedia Economics and Finance  24 ( 2015 )  136 – 145 
Monusova, G. A., 2008.  Job satisfaction: International comparisons, World Economy and International 
Relations, 12, 74-83. 
Moynihan, D. P., Pandey, S. K.  2007. The Role of Organizations in Fostering Public Service 
Motivation”, Public Administration Review, Vol. 67(1): 40-53. 
Muhammad, A., Abbas, J., Najabat, A., Darvesh, A., Najaf, A. 2015. Analysing Job Satisfaction of the 
Employees of National Commission for Human Development (NCHD) in Pakistan, International 
Journal of Research, Vol. 2,Issue 2,894-920.http://internationaljournalofresearch.com/ 
Naff , Katherine C. , and John Crum, 1999. “Working for America: Does Public Service Motivation 
Make a Difference?”, Review of Public Personnel Administration 19 ( 4 ): 5 – 16 . 
Nigel  Basset-Jones, Geoffrey C.  Lloyd, 2005. Does Herzberg’s motivation theory have staying power, 
Journal of Management Development, Vol.24(10):930. 
 O’Shea, D., Monaghan, S. & Ritchie, T. D. 2014. Early career attitudes and satisfaction during 
recession, Journal of Managerial Psychology, 29(3), 226-245.  
Osterloh, M., Frey, B. and Frost, J. 2002. The dynamics of motivation of new organizationalforms, 
International Journal of Economics and Business, Vol. 9 No. 1, pp. 61-77. 
Pandey, Sanjay K., Bradley E. Wright, and Donald P. Moynihan. 2008.  Public Service Motivation and 
Interpersonal Citizenship Behavior in Public Organizations: Testing a Preliminary Model, 
International Public Management Journal 11(1): 89–108. 
Perry, J. L. and L. R. Wise, 1990. The Motivational Bases of Public Service, Public Administration 
Review, 50(3): 367–73. 
 Porter, L. W. ,and Lawler, E. E. 1968.  Managerial attitudes and       
performance, Homewood,Illinois: Irwin-Dorsey. 
Rajhans, K. , 2012. Effective organizational communication: A key to employee motivation and 
performance,  Interscience Management Review, Vol.2(2): 81-85. 
Ritz, Adrian, 2009. Public Service Motivation and Organizational Performance in Swiss Federal 
Government, International Review of Administrative Sciences, 75(1): 53–78. 
Ryan, R.M. and Deci, E.L., 2000. “Intrinsic and extrinsic motivations: classic definitions and new 
directions”, Contemporary Educational Psychology, Vol. 25 No. 1, pp. 54-67. 
Sansone, C. and Harackiewicz, J.M. 2000. Intrinsic and Extrinsic Motivation: The Search for Optimal 
Motivation and Performance, Academic Press, San Diego, CA. 
Sdrolias, L., Belias, D., Koustelios, A., Golia, A., Koutiva,M., Thomos, A., Varsanis,K., 2014. Job 
Satisfaction and Motivation in the Greek Banking Sector, 9th Annual MIBES International 
Conference, Perrotis College, Thessaloniki 30th May 1st June 2014. MIBES Transactions, Vol 8, 
2014 132-151. 
Smith, C. Ann, Dennis W. Organ, and Janet P. Near, 1983. “Organizational Citizenship Behavior: Its 
Nature and Antecedents, Journal of Applied Psychology, 68(4): 653–63. 
Stefanidis, D., 2012. Motivation, Motivators, Job Satisfaction and Organizational Commitment of Air 
Force’s Officers, :http://www.geetha.mil.gr/media/1.vima-ell-strat-skepsis/2013/meleth-gia-
strathgikh-skepsh.pdf. 
Tang, Thomas Li-Ping, and Randy K. Chiu, 2003. Income, Money Ethic, Pay Satisfaction, 
Commitment, and Unethical Behavior: Is the Love of Money the Root of Evil for Hong Kong 
Employees?, Journal of Business Ethics, 46(1): 13–30. 
Taylor, J. ,2008. Organizational Influences, Public Service Motivation and Work Outcomes: An 
Australian Study, International Public Management Journal, Vol.11(1), 67-88. 
Taylor, j.,Westover, J., 2011. Job Satisfaction in The Public Service: The effects of public service 
motivation, workplace attributes and work relations, Public Management Review, Vol.13,No.5,pp 
731-751. 
Temnitski, A. L., & Bessokirnaya, G. P., 1999. Life satisfaction and job satisfaction, Sociology 
Journal, 1/2,188-194. 
Van Yperen, N.W. and Hagedoorn, M., 2003. Do high job demands increase intrinsic motivation or job 
strain or both? The role of job control and social support, Academy of Management Journal, Vol. 
46 No. 3, pp. 339-48. 
Vroom, V. H. ,(1964), Work and motivation., New York: Wiley. 
Wang Xie, Lee Haidung, 2013. The Role of Job Satisfaction and Motivation in Professional 
Development International, Journal of Advanced Research In Business and Management, Vol. 1. 
No. 1. 34-40. 
Wright, Bradley E., 2003. Toward Understanding Task, Mission, and Public Service Motivation: A 
Conceptual and Empirical Synthesis of Goal Theory and Public Service Motivation, Paper 
presented at the 7th National Public Management Research Conference, Georgetown Public Policy 
Institute , Washington, DC , October 9 – 11 . 
145 M. Chatzopoulou et al. /  Procedia Economics and Finance  24 ( 2015 )  136 – 145 
Wright, Bradley E., and Sanjay K. Pandey, 2008. “Public Service Motivation and the Assumption of 
Person–Organization Fit: Testing the Mediating Effect of Value Congruence”,  Administration & 
Society, 40(5): 502–21. 
Yang, J. T., 2009. “Antecedents and consequences of job satisfaction in the hotel industry”, 
International Journal of Hospitality Management, 29, 609-619. 
http://dx.doi.org/10.1016/j.ijhm.2009.11.002. 
